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ABSTRACT 

Effective leadership techniques are needed by 
professional teachers both in the classroom and in interactions with 
other professionals. Issues related to appropriate leadership styles 
and leadership training are discussed and includes (1) leadership 
styles; (2) characteristics of a leader; (3) how leadership 
characteristics are developed; (4) what followers want from their 
leaders; (5) myths about leaders; (6) the role of stress; and (7) 
ways to select an appropriate leadership style for a specific 
Situation. Selected instruments (not included) were administered 
concerning the following: (1) identifying what good leadership is; 
(2) identifying one's leadership characteristics; (3) identifying 
one's specific leadership situation; (4) identifying one's stress 
level and how this influences one's leadership abilities; (5) how to 
select a specific situational leadership style; and (6) improvement 
checklists. A review of the research yielded the following list of 
leadership qualities: energy, resistance to stress, self-objectivity, 
worJc standards, likeabiiity, initiative, communication skills, 
honesty, perseverence , humcm relations skills, knowledgeability , 
self-confidence, and adaptability. (LL) 
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BESTeHPYAVAIUOLE 



£2«AM:ING the PRDtESS IOWALIZMlON OF TEACHERS 
THHMXai EFFECTIVE I£ADERSHIP TRAINING 

TtefiKihers and other professionals such as stpervisors, chairpersons and 
actadnistxators dfinmstrate a ccranittment to the student in their attenpts to instruct 
the student in a specific discipline. In the classroan the teacher as a professional 
must be an exatplary leader and thus by example trains the student in leadership 
skills conconnittantly with esqwunding a specific discipline. Teachers not only 
need to use effective leadership techniques while working with students but also 
need these techniquBS while interacting with other professionals, 

T»»re are many questions related to appropriate leadership styles and 
leadership training. Sane of these questions inclutej 

1) What are the different leadership styles? 

2) What are the characteristics of a good leader? 

3) How does one develop leadership characteristics? 

4) What do followers want from their leaders? 

5) What are seme of the myths atoout lead e rs? 

6) What role does stress have in leadership? 

7 ) How does one select an a^Jprc^iate leadership style 
for a specific situation? 

Part of the scc^ of this presentation will include addressing these and 
related questions. There will aiso be selected instriments to help each participant 
identify characteristics vhidh he/she possesses regarding leadership qualities. 
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Selected ixistnirents will be administeoad ocsxseming the follcwingi 1) identifying 
■ is goc3d leadership? 2) identifying one's leadership characteristics! 3) identifying 
ooe*8 eiscific leadership sitisatic^i; 4) idKitifying one*s stress level and hew this 
influences one*s leadership abilities; 5) how to select a specific situati<»ial 
leadership style and 6) iirprovement checklists. Groi:p discussion will be encouraged 
following the pcesentaticxi. 

LEAECRSHIP 

According to Richards and Greenlaw (1966) "Leadership is an influence process, 
the dynamics of ifrtiich are a futK±i(^ of the personal characteristics of the le a der , 
his followers, and the natvone of the specific situation" (p.2). Hart (1980) states 
that "leadezrship is the process of influencing one or mare pec^ls in a positive 
way BO that the tasks determined by the goals and objectives of an organizaitc»i 
are accompli^ied" (p. 16). The idea of leadezB, leadership, and specific traits or 
characteristics of leaders has evolved throisc^ the years being redefined to seme 
extent by the needs of the followex^ and the specific situation. In the educational 
realm the teacher wiH be the classroom leader trying to influence the behavior of 
the student in a positive way while stiinulating his/her intellect. The department 
chaicman and dean will also evoke leadership roles similar in seme respects to the 
teacher yet quite different in others. 

Leadership and management are not the same; the two are ccnplementary and 
not mutually exclusive according to Loucks ( 1988 ) . "Managenent has to do with all 
the disciplines of planning, budgeting, organizing, staffing, controlling and 
problem-solving. Leadership, on the other hand, concerns itself with creating a 
clear sense of direction, with canminicating that vision, and with energizing and 
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inspiring people. The fundamental nature of leadership is to pcroduce valuable 
change" (Loucks, 1988. p. 77). 

In the educaiXional realm, Rallis (1988) states that "if instructional 
leadership is defined as leadership that infomis and guides teachers' decision malcing 
so that practice can mesh vdth policy, the logical instruct ioial leaders are teachers" 
(p. 643). Rallis (1988) further elaborates that two types of leactership can exist 
in the school settings instnxrtional (the teacher) and inanagerial (the principal). 
Tvfo specific conditions imist exist sijmltane\ously for this situatim to be 
successful: 

1 ) policy makexrs and administrators imist establish 
the striKJtures aiKi send the sigi^ls that enable 
teachers to unctecrtaloss such leadership, 

2) teachers moBt become rei^nnslble professic^ials, 
vTilling to devote the tiire and the energy that 
leadership requires, willing to be held 
accx)untable for the decisions they make, and 
willing to listen to one aiK>ther and to accept 
leadership frcm within their CMn ranks (Rallis, 
1988, p. 643). 

Those individuals involved in ediK:ation are constantly helping to develop 
leadaz^ directly of indirectly. Leadership qualities and abilities emerge 
throuc^iout a perscMis lifetime and "leadership development should be treated as a 
lifetime process" (Gardner, 1988, p. 57). The role of edtKation, especially of a 
connunity college, in develc^ing leaders should include three areas: 

3 
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1) A hroad liberal arts edxjcation; 

2) involvanent in group activities; 

3) OijpcartunitiBS to lead (Gardner, 1988, R). 57-58). 



Qestion Onet 
What Are The Different Leadership Styles? 
Oestreich (1973) presented an evolution of five different leadership theories. 

Itese included the following: 

1) Treditional leadership theoryj 

2) Trait leadership theory; 

3) Management leadership theory; 

4) Huien relations l eadership theory; and 

5) Situational leadership theory. 



SHOW TRANSPARENCIES ON I£Araa?SHIP THEORIES HERE 

In the traditional theory the leader gains the position throu^ inheritance 
such as seen in the nonarxrhy of Eiigland. In the trait theory it is inplied that the 
leader has certain idiysical or personality attributes or characteristics which 
enpower him/her to be tte leader. Ttie erronious assutption that all groi^w need 
leaders with similar characteristics or traits is associated with this theory. 
In theory, the actions of the leader rather than his/her physical or mental traits 
are the major focus. This type leader organizes the work for others. In the 
hunan relations leadership model the leader is appointed fron the group and is 
empathetic to the individual's problems. There is a lot of emotional support for 
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ths gEoi5> nartaers and they are iJKluded in the (tecision making process when this type 
leatership ia involved. FlexibiUty and adaqotability are basic requirauBnts of the 
1^^r> with the fifth theory or nctel. This leaderehip style, situaticml leadersh^. 
includes all the other styles as the specific situation deroands (Oestreich, 1973). 
Ftour basic leadership styles are addressed by Hart (1980) incluiings 

1) Authoritarian f 

2) DoTDcratic; 

3) Laissez-faire; and 

4) Participatory Democracy. 

In tl» first model the leader has conplete control with pamr emerging 
from the authority and status of the positicxi in the.or^ization. In the second 
style the leader seeJcs ixtput from all the group mentoers and involves them in the 
decision malcing process. Tt» leader's power cones fron the followers. The thixd 
style has the leader sharing the power and authority with the group and he/she 
does not interfere with their activities. In the fourth style the leadership role 
may rotate or the leader is selected by vote of the groijp. This style may be effective 
but the decisiCHi making process is often slow and "cicciinstances are shaped to suit 
the leadership model rather than allowing the situation to determine the styel of 
leadership needed" (Hart, 1980). 

In a fifth model, the Sitxaational Leadership Model, Hart (1980) states that 
the leader's ability to "adapt to changing situations" is most inportant. The 
leader is influenced by a variety of interactive variables which include: 

1) Goals, objectives and norms of the organizaiton; 

2) The danands inherent in the l e ader's jc* and her 
level of organization; 
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3) HiB es^jectaticms of those to whom the l eader is account- 
(^le« those fear whcm she is re^pcxisible (her foUcmars, 
and those %#ith whan ^ is equal, her colleagues) 
(Hart, 1980, pp. 94-95). 



SHOW PICTURE RELATED TO MUTOW 'S IHEDRy HERE 



In a lifter vein, there is Ite Goose Thwary of Leactership which is used when "the 
enplqyees view the top administrator as the chief problem solver. Ifcaiking and 
hissing lite geese, faculty and staff irarbers will cruise into the boss' off f ice, 
ruffle their feathers, poc^ cot the nig, and leave. It then beccroes the boss' jc3b 
to clean the mess" (Muri*y, 1988, p. 659). 



USE HANDOUT 1 {LEAM:RSHIP SITUATICDN) HERE 



Question TWo 
What Are The Characteristics Of A Good Leader? 

A leader possesses certain personal characteristics or character* "a respect 
for self, and others; a willingness to sacrifice for the ccninon good; a sense of civic 
responsibility; the relentless pursuit of truth; basic honesty; and an intolerance 
for anything less than adherence to the hi^st stnadards; leaders are those 
individuals who possess a knowledge of excellence and who, in turn, inspire those 
with whcro they live and work to pursue that same objective" (Roskens, 1988, p. 693). 

In a speech delivered at the Twentieth Anniversary of The Hague International 
^Jodel United Nations, The Netherlands, one spBa)«r stated, "Indeed, all leaders should 
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have a vision and a purpose. . . .we need leaders who, with clarity and eloquence, 
seek the truth, and who share visions of pe^ae and of Iwpe" (Sand, 1988, pp. 434- 
435). 

Bittel (1984) presented a variety of leadership qualities which enBrged fran 
studiBS conducted by several large corparations. These studies included qualities 
such ast 

E7IERGY 

EESISTAfCE TO STRESS 
SELF-^BJECTIVITy 
MDRK STANDARDS 
LIKEABILITY 
INITIATIVE 

camjNicKnicm skills 

HONESTY 

PERSERVERANCE 

HUMftN RELATIOS SKILLS 

KNOHI^DGCABLE 

SELF-C30NFIEOiCE 

ADAPTABILiry Ipp. 28-31). 
Other research studies discovered that ranking of desirable leadership traits 
such as tact, honesty, antoition, listening skUls, courage, sensitivity, energy, 
intelligence and sense of hvinor varied as to which trait was most valuable. The 
determining factor as to which characteristic was most iirportant was the work setting. 
Ttese results give more credence to the situational leadership model. 

instead of specific personal leadership traits or characteristics, Kouzes and 
Posner (1988) presented behavioral cannittmefits for effective leadership. These 
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included I 

1) Challenging the Process 

a. Seaxxii tar Opportunities 

b. Experiment and Take Risks; 
2} Inspiring a Shared Visicm 

a. E^isicm the Future 

b. Enlist Others? 

3) Enabling Others to Act 

a. Foster Col laboaraticHi 

b. Strei^then Others; 

4) Modeling the Way 

a. Set the Exanple 

b. Plan Snail Wins; 
5} E^ncouraging the Heart 

a. Recognize Individual Contribution 

b. Celebrate Acconplishments (p. 14). 

Quest icMi Three 

How Does One Develc^ The Characteristics Of A Good Leader? 
A broad approach to answering the questic»a of hew one develoj® the character- 
istics of a good leader was presented in the following* 

Every individual shcxild, in his or her own way, be 
a leader. The higher education, connunity must 
recogfiize that leadership traits are latent 
within every individual. Our obligation is to 
treat each student as thouc^ he or she is the 
leader of tarroorrow, and to instill in each 
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one the skills and per^jectives requisite to the 
recognition, pucBuit, and advanoomlnt of exoellenoe. 
Me as eduoators must stxess, above all else, the need for 
a lifelong canrnittment to a value laden, liberal 
educaticm. ...Ihe acguisitic»i and refinaient of 
leadership characteristics and ethical traits is a 
lifelong process. ...We must insist that the hl^iest 
ethical standards are exercised in every discipline 
and st^»re (Roskens, 1988, p. 694). 
An individiaal, who so clKxsses, can learn certain previoiffily listed desirable 
leadership skills. One can obtain training in such skills as oonmunlcaticms, 
delegation, organization, dealing with cmflict, sqpervlsicm and decisicxi-fnaking. 

Effective leaders need to learn and apply good canramicaltcnis skills. CXie 
aspect of conimBilcations involves active listening, that is v*\ile being the 
listener, try not to solve any problems or be judgemental about the infannation 
being expcessed: Active listening will involve both verbal and ncMtverbal 
behavior. Nonverbal behavior involves eye contact, nodding and facial expressions. 
Verbal behavior includes ackowlsdgBment statements such as "yes" or "I see", para- 
phrasing, and clarigying statements (Boucher, 1989). 



USE HANDCXJT 2 (LISTENING EXERCISE) HERE 



Another skill needed by leaders is that of delegation. Dr. Florence Voris, 
chairman of the Science Department at Wallace College, Dothan, Alabama vises the 
delegatiOT technique for various projects. Each quarter when the new class schedules 
are to be prodiKsd she encourages the faculty menrbers who are involved to work 
together in preparing the docurent and delegates caie of the fulltixte instructors 
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to oversee tl» sciMd\jl|ling process. In this v?ay the instructors learn cooperative 
slcills, time and space nfflnagBnent {space for meeting classes is at a premiim), 
and develop and appieciation of the time and effort involved int he scheduling 
process. 

There are several steps involved in delegating work to others. These steps 
include the follcwingi 

1) Develop a climate for ctelegatiai (trust, a vdlling- 
ness to learn, and qpen clear connunicatiais); 

2) Determine your objectives; 

3) Know your workers (maturity level); 

4) Develop a plan; 

5) Camiunicate yoinr expectatiOTs; 

6) Monitor progress? 

7) Evaluate results and assign new work (Hart, 1980 p. 103). 

USE HANDCXrr 3 (DELE3GATING SKILLS) HERE 

Quest iai Four 
What Do Followers Want Fran Their Leaders? 
FbUowers want leaders who will not <»ily acccroplish specific tasks but who 
will also help them (followers) to increase their own skills and knowledge (Hart, 
1980). Kouzes and POsner (1988) state that "Leadership is in the eye of the 
follower" (p. 15). This eye wants or desires such characteristics as honesty, 
coT^jetency, inteUigence, fair-mindedness, inspiration, being forward-looking, 
imagination, being supportive, dependability, and straight-forwardness (Krouzes 
and Posner, 1988). In other words followers want the characteristics in their 
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leacters that are typically accepted as good characteristics of leaders (Questifln 
TVio). 

Question Five 
What Are Sane Myths About Leaders? 

Kouzes and Posner (1988) presented a series of mythical situa ons or beliefs 
about leadership and leaders followed by a more realistic setting. "niBse myths 
indutte* The leader is a "renegatte", "charisnatic" , a psychic visionary, non- 
MOtional, in control giving orders and proclaiming policies and procedures, lonely, 
and svperior (Kouzes and Posner, 1988, pp. xvi-xvii). Uie facts are that "leaders 
attract followers not because of tlieir willful defiance but b eca u se of their de^ 
respect for others;* leaders with dyramic personalities have a strong belief in a 
purpose and are willing to express that purpose; leacters have vision which springs 
fran the inspiration of others or frcan their own original thinking; leaders are 
emotional beings with feelings of in^l ration and passion; leaders enable others 
to act; leaJers care about their followers and often consider them a family; l e ade r s 
realize that "leadership is not a place but a process involving skills and abilities" 
(Kouzes and Posner, 1988, gp. xvii, 10-14). 

Murphy (1988) conpares the traditional lea^ as a hero to the reality that 
the hero is actually a larto and not very heroic at all. He presented picture of l:j£e 
in the ediKaticmal relm as the reality of the swanp* 

Notice 

The objective of all dedicated department arployees 
should be to thorou^ily analyze all situations, anticipate 
all problenis prior to their occurence, have answers for 
these probl^ns, and move swiftly to solve these problare 
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However... 

NhBn yt» are 19 to ymxr [axiRs] in aUigatczrs it is 
difficult to mnind yoacsell that your initial 
objective was to drain the swaip (Murphy, 1988, p. 654). 
He further cotpares myths with the reality of the "swanp" as follcwst 
Trsditional-Hero Refdity-Unheroic 

1. Clear vision 1. Developing a shared visicxi 

2. Knowledgeable 2. Asking questions 

3. Strong 3. Coping with weaJmess 

4. Ccnmunicates, 4. Listening and acknowledging 
persuasive 

5. Ebtercise power 5. Depending on others 

6. Tate-charge, problen 6. Letting go 

solver (MuTEJhy, 1988, p. 655-657). 

In the aspect of coping with weakness, item 3 above, Murj^y (1988) suggested 
four ccping skills to be used by the leader. These include* 1) matching talents 
and personality with the job? 2) coipensating for any weaknesses by hiring 
adaiowledge^le people and depending on themj 3) being candid, self -disclosing on 
job related issues; and 4) accepting one's weaknesses and associated feeling related 
to those weaknesses. "The mare the leader admowledges and accepts personal 
weaknesses and feelings the more effective he or she becomes" (Murphy, 1988, p. 
657). 

Ofuestion Six 
What Itole Does Stress Have in leadership? 
Life with no stress is death (Selye, 1976). Leaders may have stressful 
situations due to finances, inapprc^iate leadership tyles, lack of maturity on the 
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part of the fbUowers as well as t^^a leaJer, setting their goals too high, expecting 
too much fran faculty and staff, being over caomdtted to outside activities (Bittel, 
1984). 

Scne people are mete stress prone than others due to their culture, perscaiality 
type and past experiences. It is helpful to know whether one has a stress-prOTe 
personaUty or not. Son» stress is helpful, it can be stinwlating but if the stress 
beccroes excessive it interferes with effective leadership. 



USE HANDOUT 4 (STRESS & PERSONALrTY) HERE 



Stress nanagenent sJcLlls training may be useful for some lead e rs so they can 
learn to reduce tteir own tensions and help others be irore relaxed around them. 
Training in sixh areas as de^ breathing exercises, muscle relaxatirai skills, cognitive 
restructuring and vis\3al imagery may be very effective for both leaders and follovrers 
(Geier, 1986; Price, 1988, 1989). 

Sonetimes tl» leaaer e;q)erienoes stress due to his/her perfect ionistic tendencies. 
This tendency influences an individual's ability to cc^ with increased stress - 



USE HANDCXTT 5 { PERFECTIOJISTIC TENDENCIES) HERE 



In interpreting the results of this worksheet it is noted that a very hi^ 
score indicates that one is an extreme perfectionist and will probably suffer frcm 
excess stress, as well as, cause excess stress for colleagijes. A very low scoire 
would indicate a low level of stress but the individv»al would probably be ineffective 
as a leader. According to Bums (1980) the most effective leaders usually have a 
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noderate scare {+B to ■i-16). 

CXi^tion Seven 

How Does One Select eui Apprqcriate Leadership Style for a 

specific Situation? 

"Aie nature of the pxxtoljm and the Isad^'s perscmlity type are both factors 
to be oonsictered when selecting an s$:prc^iate leadership style. In determining the 
leadership style required for a specific prdblean, the nature of the problsn may 
dictate the best leadership style needed. Hhen the prfolan is a t^::hnical or factisal 
one the autocratic or task-oriented leadership style is desired. HoHBver, if the 
prtDblem is emotionally ladened either for the. individual, several groiq? menters or 
the entire graap then the oraisiderat ion-oriented leadership style of participative 
style %dll be more effective (Bittel, 1984). 

The leader's personality determines how he/she interacts with others in many 
situations ijx;luding the leattership situation. Determining one*s personality. There 
are nunterous perscmality tests and classifications of persoialities. Bo^xitusr (1989) 
designated four personality types: amiable, analytical, drive and e^qxressive. 
Amiable applies to caie who is accommodating, friendly and values interpersonal 
relaticxi^ups. An analytical type is a prbblan solver vjho mmt have all the data 
before maldng a decisiwi. The driver wants r^ults, is bi^infess-like in dealincps 
with others anu makes sure the job gets done while the expressive typfe is a dynamic 
energetic perscxi very involved with people. 



USE HANDOITT 6 (PERSONALITy TYPES) HERE 



After the individual determines his/her personality type it is iitportant to 
know how to work with people of the sam personality type as well as Irow to work with 
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people with different personality types. Sayers-Kirsch (1978) presented several 
exercise wiuch can be ijsed by individuals as they vjork with others. The categories, 
sli^tly differect than those of Boucher (1989) are listed below* 

A) Si:c:pQrter rather than amiable; 

B) Analyzer rather than analytical; 

C) Controller rather than driver; 

D) Promoter instead of expressive 
(Sayers-Kirsch, 1978). 



USE HANDOUT 7 (PERSCWALITY INTEMCTIC^S) HERE 



Once the individual determines his/her perscHiality style, recognises character- 
istics of different personality styles, and understands how to interact with the 
various styles, then it will be easier to determine the leadership style needed for 
the specific situaticxi. Bittel ( 1984 ) presented several questions or factors vrtiich 
may help the individual determine whether to deal independently with a situation or 
to consult with colleagues and/or siixxcdinates while attacking a specific problem. 
Hiese questions or factors included the follcwingj 

1. problem is it? 

2. Time available 

3. E3q)ertise needed 

4. Technical Know-how 

5. Can others add anything to the decisiai? 

6. Will you accept suggestions? 

7. Will it help otl»rs to carry out the project if they 
are involved in the decision? 

8. Coordination of effort 

9. Learning value (Bittel, 1984, pp, 147-148). 
Er|c 16 7 



USE HAraXXTT 8 (RFTJrriNG I£ACERSHIF) mS(E 



Many leadership styles are avail^le. Selecting the most appropriate style 
for a ^}eci£ic situation will contribute to the leader's achieving the desired 
results. A brief suimary of nine styles with the characteristics of each, situation 
in which the style is most suitable and the situation in which it is the least 
suitable axe listed belows 



Leadership styles: 
Characteristics s 

Most suitable I 
Least suit^le: 
LeactexBhip styles: 
Characteristics t 

Most suitable: 

Least s\u.tables 

Leadership style: 
Character isics : 

Most suitable: 



Least suitable: 



Autocratic 

ForoefiiL, directive, caimanding, based on 

unilateral decision making 

Posit i<xi pCMBT strcs^g, tasl^ hi^ily stuctured 

Bnerging, ccnplex or antoiguous situations 

Barticipative 

Exchange betMsen leader and f oULcwers 
Ccnnion underst^xling 

VAien there is mutual respect, difficult and unstable tasks, 
chaining situations prc^lan-'SQ^ving (Professionals) 
Structured sitisatiosi with rigid standards Followers 
caniK>t accept or share responsibility 
Dunucratic 

Bet\(Ben autocratic and participative 

Leader has final decision 

Mhan changing situations become routine 

Situaiton not clearly favorable for either 

autocratic or partic:^)ativB 

Extreme conditions v^hen either autocratic or 



participative are preferred 
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Lefdership styles 
Characteristics t 

Most suitable s 
Least suitable! 
Leadership stylet 
Characteristics s 



Task-Oriented 

Goal-seeking, similar to autocratic, has 
zewani and punishment or threat involved 
Similar to autocxatic 
SimJilar to autocratic 
FoUower-Qrifinted 

Similar to participative, leader finds and usefi 
best motivatiai for follcwars 



(ney becone manipulative) 

Mc5St suitable* Short term projects 

Least suitablet W>en follower i»eds to use cwn juclgeniBnt 

When autocratic ^jproach is needed 
Leadership stylet Ccsisiderate 

Close to participative 
Long-term relatiaishif» are involved 
When used in conjucticxi with a task-oriented approach 
Wien not conf ixJent in follcwers 
cegabi lities and trustworthiness 
Inductive 

Work design or work facilitating Workers ahve a maxiimjn 
amount of self-government or self -discipline 
In conjuction with consiiteration 
and task-oriented aj^jroackes 

When tte leader's personality is autocratic and he/she is not 
comfortable with participative and cmsideration technixjues 



Character isitcs s 

Most suitable s 
Least suitable! 

Leadership styles 
Character ist ics s 

Most suitable! 

Least suitable: 
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Leadership stylesj Transactional analysis (lA) 



Characteristicsi 



Most suitable t 



Leadership involves a social eaachangs related to the 
enotiwial maturity of the followers and the leader 
Maturity levels i 

INPAWr 

aHLD-MXSLESCENI 
ADULT 

INFANT- autocratic, directive, sore cterocratic, 
consultati"WB 

CHILD-ADQLESCENT- denocratic, consialtative, sate 
autocratic and some participative 

ADULT- participative, sane democratic, seme consultative 
Styles other than the ones listed 
Leadership styles* Managenent by Objectives (MBO) 
Character isitcst A foocm of delegation 

Mutual agreement between the leader and f ollowsrs related 
to specific ^»ls Pceedon to pursue c^jectives Regular measure- 
ment of progress 

Higher levels of the organization 
Lower levels of the organization 
(Bittel, 1984, pp. 69-79; 80-81). 



Least suitable! 



Mrat suitable: 
Least suitable t 



USE TRANSPARENCIES ON NINE LEAMa?SHIP STYLES HERE 

By using the information on the transparency, the nine basic leadership styles 
or methods can be seeen on a continuun from the extremes of autocratic to participative, 
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ttow followors resp(xA to these leadership styles depends on their needs at the time 
or during the specific sitiaticai. 



USE INDniDUAL NEEDS TllANSPARElCy HERE 



Wten follcjwers ha-ze physiological (seen at the bottan of the hierachy) needs 
such as survival and security then the mare autocratic stylBS are aKxn^iate. When 
the psychological needs such as respect and satisfying worK are more important then 
siibardiDate centered leadership styles are more desireblB, 

Bittel (1984) presented several checltLists ^ch can be utilized by prospective 
leaders. These allow the prospective leader to foeus on the leadership styles, 
situatirais where these styles will be most effective and ^ the needs of the followers. 



USE HANDOUT 9 (IMPRDVEMQff JN^JENVORIES) HERE 



While using the information about leadership styles in different situaticais 
and the information about the needs of the foUowars one must keep in mind that the 
educational realm may differ fron the business world in several ar^. In relation 
to the school setting, it is important to remember that "managemfent and leadership 
in school and school districts are ndtthe same as managemfent in business or the 
private sector primarily because cooperation is the critical relationship among 
teaching personnel" (Pierose, 1988, p. 39). An advocacy relationship rather than an 
adversarial one between the leaders (administrators) and followers ( teachers )-vill 
lead to successful acccrplishment or specified projects {Rallis, 1988). 

It is also iniJortant to rementeer that the age (45 or older) of the leader 
affects the leadership style used by schoold administrators. Youngs (1988) reported 
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that the untler-45 age 91:019 of schcx>l leaders viewed human xelatirais skills to be 
essential while the over'-AS age group viewed technical skills to be more useful. 
The needs of the organiztion were considered first in the ovBr-45 groi:p while the 
needs of the employees eame first in the under-45 group (Youngs, 1988). 

A practical, handout for leaders conducting neetings has been presented by 
Warley (1990). It covers such helpful hints as starting a meeting on tine, paper 
ntanagarent, and hisnan relations points. 



USE HANDCXTT 10 (VTORLEY) HERE 



Individuals must learn to recognize their own leadership situations, their 
personally preferred leadership styles and the lead e rship tyles desired by their 
followers in a given situation. When this informatixHi is acquired by the 
prospective leader then the leadership role will be more enjoyable and effective for 
all concerned, both the fdlowBrs and the leader. 

Leaders, prospective leaders, and followers are reminded by Hall (1964) that a 
spirit of coc^jeration is vital as illustrated in the following poem by an unknown 
author: 

A Co-operatica> Fable 
Said a wise old bee at the close of day, 
"This colony business doesn't pay. 
I put ray honey in that old hive 
That others may eat and live and thrive: 
And I do more work in a day, by gee. 
Than scne of the other fellcws do in three. 
I toil and vorry and save and hoard; 
And cill I get is my roan and board. 
It's me for a hivfe I can run myself. 
And me for the sweets of my hard earned self." 

20 22 



So the old bee flsw to a mBodow alone, 

And started a business all his own. 

He gave no thou^ to the buzzing clan. 

But all intent on his selfish plan, 

He lived tte life of a hermit free — 

■Ah, this is great," said the wise old bee. 

But the Slimier waned and the days grew dreaf , 

And the lone bee \«dled as he dropped a tear; 

For the varmits gcjbbled his little store. 

So h6 winged his way to the old hone band. 

And he took his meals at the Helping Hand. 

AlOTe, our work is of little worth. 

Together we are the lords of the earth; 

So it's alX far each and it's each for all — 

United stand, or divided fall (K>. 203-204). 
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